©

DOCUMENT RESUME

ED 022 607 | RC 002 661

[RURAL MANPOWER DEVELOPMENT PROGRAM, ACHIEVEMENT REPORT.]
New Jersey Office of Economic Opportunity, Trenton.
Spons Agency-Office of Economic Opportunity, Washington, DC.
Pub Date Apr 68
Note-93p.
EDRS Price MF-3050 HC-$3.80
Descriptors- COUNSELING, *JOB PLACEMENT, *ON THE JOB TRAINING, PROGRAM ADMINISTRATION, PROGRAM
EVALUATION, *RURAL EDUCATION, *RURAL YOUTH, TRANSPORTATION, *VOCATIONAL REHABILITATION

Identifiers- *New Jersey

The Rural Manpower Development Program (RMDP) is an agency of the New
Jersey Office of Economic Opportunity established for the purpose of demonstrating
the feasibility of a comprehensive manpower service for unemployed or underemployed
disadvantaged people from the rural areas of New Jersey. Included in this
achievement report is historical and background information about the RMDP, Fius
separate sections which discuss administration of the program, transportation, Nelson
Amendment (Adults), Vocational Evaluation Centers, work experience, education,
counseling, job development, medicai-vocational rehabilitation, and program evaluation
techniques. A related document is RC 002 660. (VM)

r~E C e e A e T e e - . . J, S e o ) R

JAruitoxt Provided

ERIC.



ED022607

U.S. DEPARTMENT OF HEALTH, EDUCATION & WELFARE
OFFICE OF EDUCATION

THIS DOCUMENT HAS BEEN REPRODUCED EXACTLY AS RECEIVED FROM THE
PERSON OR ORGAMIZATION ORIGINATING IT. POINTS OF VIEW OR 0PINIONSY§
STATED DO, NOT NECESSARILY REPRESENT OFFICIAL OFFICE OF EDUCATION <V

.POSITION OR POLICY. .

ACHIEVEMENT REPORT

ey

NEW JERSEY OFFICE OF ECONOMIC OPPORTUNITY
RURAL MANPOWER DEVELOPMENT PROGRAM

HOMER A, BRUNO, CHIEF

APRIL 19068




RURAL MANPOWER DEVELOPMENT PROGRAM

HISTORY AND BACKGROUND

New Jexrsey is a pioneexr in programs aimed at improving
the social and economic lot of people whose principal handicap
is being born poor. It became the first State in the Nation to
begin to utilize the powerful new resources created by the
national anti-poverty program. The State Office of Economic
Opportunity was established on Octobex 8, 1964, the very day
that President Johnson signed the Economic Oppoxtunity Act of

& 106a :

RMDP is one of several programs in New Jersey designed
to sexrve as models in formulating new approaches or refining
existing methods for dealing with education, training, and enm-

* ployment problems of the hard-core pooxr, RMDP?s specific sphere
of activities is confined to the rural sections of 17 of the
State'!s 21 counties.

Evolution of Program ~- When created in Maxch 1865,

@ " the program limited its services to youth 16 through 21 years of
age and was known as the Rural Youth Development Program (RYDP).
In 1966, it was reodesignated RMDP ané its scope was enlarged to
serve rural poor adults as well as youths,
e ‘Undex both names, it has been, and remains, a work
experience program and pxemvocationé} training program to demon-

strate the feasibility of providing comprehensive manpower

services to unemployed or underemployed individuals in rural




New Jersey. It already'ﬁas achieved some significant successes
in a relatively brief period, yet it is recognized that they
constitute so far only a small remeéy for a large malady. They
"do offer, however, a solid basis for continued progress towaxd
the eradicatidn of Eoverty.
In its first year of operations, the program was

funded under Title I-B by the Neighborhood Youth Corps, by a
demonstration grant from the Department of Laborts Office of
Manpower, Automation and Training (OMAT), and by State contribu-
tions.

O‘ The preseﬁt structure, serving impoverished persons of
employable age, represents a merging of funds from an OEQO Demon-
stration Grant, an OEO Nelson Amendment Grant (for adults), the
Neighborhood Youth Corps, a re-allocation of OEO funds for

-~ medical services, and State funds.b

Objective -- The primary objective of the program can

be simply defined: To improve the employability of disadvantaged,

unemployeé or underemployed youths and adults from the rural areas
cab " of New Jersey by enabling them to augment their education, to

develop sound work habits, to learn basic skills, and to compile

a work experience recoxd.

N A highly successful innovation conceived and created
byiﬁﬁDP to acquire the evaluative information essential to
achieving the program objective is %ée Vocational Evaluation Cen-

texr (VEC). New Jersey presently has three such Centers. Two of

them opened in 1966 and the thirxd began operations in June 1967.




Achievements -- Undex the first phase of the program,

RYDP served more than 800 youths, both male and female, who, re-
ceived work experience, group and individ;al counseling, remedial
"basic education, health services, on-the-job training or job
placement assistance. 1In the second phase, RMDP upuraded the
employability of an-additional 1,300 persons undexr contracts for
the fiscal period ending March 31, 1967.

In the total program, more than 3,000 disadvantaged
youths and adults have received services to date. A? the present
time about 320 are enrolled,

"y Of terminated cases to date, more than 40% have been
positively placed., These include in excess of 1,000 satisfactorily
employed,. more than 300 others who entered the Armed Forces or the
Job Corps, and the remainder having either been influenced to

« return to school or having been assisted in gaining continued
assistance from other agencies more suited to their paxticular
pre-employment problems.

}In addition to the 40% Positive Placements, nearly all

QE; *  the closed cases have received some meas:re of health and educa-
tional improvement and exposure to vocational counseling. Over
1,000 enrollees have received remedial dental work, with more
than 200 getting complete restoration.

' During this period, RMDP has made significant contribu-
" tions to the economy of the State and the Nation in all areas in
- -
which.it 6perates. Hundreds of neﬁ'taxpayers have been created,

-and almost without exception, they were either welfare recipients

or potential welfare recipients.
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Population: Among the numerous factoxs to be con-

sidered in creating a viable manpower service program, one 'of

the most vital is the characteristics of the population to be

-
-~
-

served.
‘Although identified by the U.S. Census Bureau as the
"most urbanized State in the Union, New Jexrsey has many sparsely
settled areas where sizable percentages of the total population
live in poverty. The State'!'s median annual family income in-
creased more than 82% (frxom $3,720_ to $6,786) between 1950 and
1960, yet welfare costs climbed about 237% (from $30 million
to $101 millian) in the decade from 1954 to 1964.
To date, about 90% of all enrollees have been male.
Ninety-five pe¥cent are unmarxied. Sixty percent are white,
36% Negro, and 4% are Puerto Rican.
Obviously, the ultimate objective of the NJOEO -- the
eradication of poverty -~ can be attained only by elimination
of the factors which cause poverty. As in other American communi~
ties, the principal reason New Jersey's rural poor are poor is
Q:) . that they lack the education and training necessary to earn
adequate incomes. Besides the reported steady rise in the total
of school youth dropouts, 90,000 New bersey adult citizens nevex
attended school at all and half a million other adults have not

[ Ks

completed even six years of schooling.

-

*

Rural New Jersey citizens have the same handicaps that
are typical of the State as a whole, and, in addition, they have
many diverse characteristics that magnify their deprivation, such

as transportation problems and scarcity of job opportunities.
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In a typical New Jersey rural county, more than 3,000

homes have no running water. And many of the residents of .such

homes are so economically, educationally, emotionally, and cul-

~tura11y deprived that not only do they not have jobs, but they

are not capable of getting or holding jobs without massive
assistance.

Rural New Jersey is traditionally divided into three
kregions, North-Central-South, and RMDP has created three regional
organizations to operate its manpower program. The economy of
the eastern sections of Central ‘and South centers around the
seashore recreation industry. In the southern and central parts
of the State, the prevalence of farming limits the opportunities
for any employment at all, and the seasonal nature of farming

further curtails,k the chance for full-time employment. The rural

- northwest has farming-and light industry,

Summary -~ It was a challenge to organize a single pro-
gram that would have validity in all areas of rural New Jersey.
It was realized that a simple work experience program (as in NYC)
would not suffice because local resources could not provide the
necessary supportive services and skill training. A program
consisting only of on-the-job trainiﬁé and job placement (as in
MDTA) would be insufficient because the rural poor were clearly

uneéuipped to enter the employment world due to a combination

of handicaps that included rural isélation,°inadaquate education,

]

“

lack of work experience, and social deprivation.



The challenge was met by a unique program of multi-
funded services designed to make the unemployed poor employable,
to provide the underemployed poor with the skills to enable them

to earn adequate incomes. -

It is recognized that, at this relatively early date

in the New Jersey rural program, not enough time has elapsed and
not enough data has been compiled to furnish very many definitive
answers. Certainly no effort is made here to educe majox conclu-
sions from small facts. Nevertheless, there already have been

some immediate and discernable results.

Accomplishments to date have demonstrated the feasi-
bility of the establishment and operation of comprehensive
manpower .evaluation services which have developed programs and
capabilities for utilization by other anti-poverty programs in

« ddentifying, analyzing, and assisting indigent citizens in
urban areas as well as rural,

RMDP has exposed the crucial need for a greatexr knowl-
edge of tﬁe capabilities and the limitations of each applicant

‘E’ *  for the sexvices to be supplied. The program has proved the
efficacy and the economy of a comprehensive evaluation process
to determine the greatest potential for each individual tested
in the program. Competent evaluation is essential to insure
th;% evexry enrollee will receive suitable training designed to

build upon his strengths and avoid his weaknesses in the voca-
- e

-

tional field. -
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The Vocational Evaluation Centers are providing a
systematic, professional method of acquizing evaluative informa-
fion to detérmine the educational, psychological, aptitudinal,
motivational, social,‘gnd skill needs of the rural youths and
adults being sexrved,

The Centers also provide on-going consultative and
in-service training facilities to existing manpower programs in
New Jersey's rural areas and serve as the professional base of
field operations for RMDP. This program is helping to develop

Q!; professional and administrative guidelines for the formation of
similar State or local manpower services in other rural areas

of the Nation.

[l
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TIE RMDP PLOGRAM

INTRODUCTION =~

The Rural Manpower Development Program is an agency of
tﬁe New Jersey Office of.Econom;c Opportunity, established under
the Federal Economic Opportuanity Act. The primary purpose of
the program is to demonstrate the féasibility of a comprehensivee
manpower service for unemployed or underemployed disadvantaged
people from the rural areas of New Jersey.

The Rural Manpower Development Program is funded through
a number of federal sources, including the U.S. Office of Economic
Opportunity, the Bureau of Apprenticeship and Training, the
Neighborhooé Youth Corps, and State funds. This combination of

funding sources permits a comprehensive program including many

diversified services.
Specifically; there are four phases of the Rural Man-
powexr Development Program:
(1) Recruitment and Intake
{2) Vocational EvaluationLProgram
(3) Work Experience Program

(4) " Skill Training and Placement Services

RECRUITING AND INTAKE .

Yo Intake for enrollment in the RMDP occurs in two ways:

&

first, direct recruiiment by the staff of the Program through

visits to deprived areas; and second} through referrals by a

-

variety of other agencies working with disadvantaged people.




Recruiting from all sources is done on a regular basis so as to

insure an even flow of enrollees into the program. ;

-

e

Enrollees, both male and femaie, are_Categorized as

" follows: (1) 16 to 21 years of.age; and (2) over age 21, The
“youths are paid $1.40 an hour during a three-week evaluation
périod’and while enrolled in the work experience program. Adults
are paid $l.6O an hour for thirty hours a week during the three-
:week evaluation and $1.65 an hour for tﬁirty hours a week there-
after. In addition to~th¢»pay received, transportation is

provided for the enroliees to and from the work sites.

Quélifications for'admission to fhe program have beén
-set cooperatively by -the ‘State and Federal governments and are
'bésed‘on'¢hé jindividual®s need for the sérvices prdyided. Poten—
‘tial enrollees must be .either unemployed or underemployed and

- must meet specific income critéria based on family sizer

'.'Family~of;14-»$1,54o‘~  Family of 5 - $3,685
| «2----1,990uf - 6 - 4,135
} '3 - 2,440 . 7. 4,685

f 4 - 3,130 (Add $550 for each additional

family member )
The program is designed mainly for high school dropouts;

however , graduates with serious employment problems can be accepted.

VOCATIONAL EVALUATION PROGRAM
= PO . S .

Individuals are accepted into the Vocational Evaluation

Center in two separate ways s firstf‘as RMDP enrollees, scheduled

for the complete program; second, as a referral to the Center for

evaluation services onlz; to be returned with a diagnostic profile

T e E e D L S I LU L e e R e e 204




L

to the referral agency upon completion of the -evaluation.

The overall purpose of the evaluation is to determine

the area of greatest potential for each evaluee. In so ‘doing,

-~

we are able to provide or-suggest suitable training which will
build upon the individual's strengths.

‘The total evaluation process includes:

{1) O=zientation -- ThHis is a brief, but vital, part

of the evaluation. The evaluee is told of the~services,évailable

to hin, the benefits and limitations of thé evaluation, and is

given a simple explanation of the evaluation process.: A complete

presentation of the total RMDP Program is also given,. because,

despite prior explanations he may have received, the evaluee often-

clings to his own misconceptions of what he will learn in the

" coming weeks. s,

> (2) Psychological and Educational Testing -- The Evalua-

- tion Center staff has compiled a battery of standard psychological,

“educational, vocational interest, and aptitude tests that are’

s

particularly suited to educationally deprived people. Both verbal

-

and non-verbal tests are administered over a two-week period and

help the staff prepare a comprehensive vocational plan. -Test:
scores and interpretation are incorporated in the evaluation pro-

filg.'

L2 T
LAy

(3) Medical and’Dentél Service -- This facet of the

program includes examinations and remedial services which'are
by, .

-

provided to all RMDP participants. Carried out in cooperation

with the New Jersey Rehabilitation Commission, the services begin’

e s |
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with eéxaminations soon after the evaluee arrives at the Ceriterx

and continue until job related medical and dental problems are

overcome. These same services are continued, even after employ-

ment, if the individual meets certain basic qualifications.

(4) Educgﬁional Classes -- Designed to improve job
readiness, these classes are heavily.vocationally oriented.
-Evgluées learn the ABC's of job application, job huﬁtiﬁgs‘émplbyér
‘expectations, and similar subjects. Use of a ruler, basic good -
work habits, émployment interview conduct, and completion of em-
ployment application forms are taught during sessions that are

informal and relaxed.

(5) Vocational Evaluation -- This innovative technique

utilizes a sample work assignment approach that attempts to deter-
‘mine the basic vocational areas in which the evaluee has greatest
' -~ potential. Work assignments have been designed in a number of
areas and others are being developed. In actual work situations,
doing simple, standardized tasks in carpentry, auto maintenance,
welding, bainting, janitorial, electrical, furniture refinishing,
" electronic assembly, and clerical work, the evaluee has a chance
to find out what he enjoys do%ng and to express his feelings
about certain kinds of woxrk. Finding; of this evaluation becomé&
a Eait af the evaluation profile.

.
P

(6)  Counseling Services -- Both individual and group

-

counseling sessions are conducted regularly during the evalua~
ey

-

tion., While the ‘counseling is vocationally oriented, the

counselors also attempt to identify and assess attitudes and




)

problems which may affect the evaluee's employability. Evaluees

are encouraged to reach appropriate vocational decisions and

bl

make realistic plans on their own.

(7) Final Evaluation Conference -- Thls conference 1is
one of the high points of the evaluation process. During the

third week of evaluation, all: staff members who have worked with

the individual come together to present theilr observations and

opinions with regard to the evaluee's vocational future. The

results of this conference are presented to the evaluee as recom-
mendations before the evaluee leaves the Center and also become
a vital pért of the final Evaluation Report.
The following conclusions axe reached by conference
participants:
1. . Areas of greatest vocational potential.
2, Level of present ability; present interests.
3. Decision as to whether to recbmmend immediate
job placement, further training, placement at
an RMDP field work site, return to school
setting, referral to the Reh&bilitation Cdm—
mission or Job Corps for special vocacional
training.
4. Educational recommendations.
. 5. Counseling techniques which might be beneficial

to the enrollee,.



WORK EXPERIENCE PROGRAM

The Rural Manpower Development Program, in cooperatlon
with numerous township, county, state, and federal agencies, bas
developed a program to'increasezthe employablllty of both youths
and aoults who have;a history of unstable employment. Partici-
pants.in this program are engaged in carrying out a number of

| projects beneflclal to both the publlc and the individual enrollee.
This program is deS1gned to better or1ent the enrollee to the
actual demands of regular employment such as punctuality, coopera-
tion, regular attendance,' ability to follow instructions, and
= development of other good work habits.
Personal development.is important to.people who have
erperienced}very few, or perbaps no.signifieant periods of
successful employment. “While in the Work Experience Program,
- the enrollee may work in any of a number of fields, such as:
plumbing, carpentry, auto maintenance, clerical, painting, elec-

trical ox sheet metal fabrication., In each georgaphic region

there are mrlltary bases and state administrative offlces used

.as work sites.

We recognlze that low educatlonal achlevement can be
an’individual’s.most serlous employment handicap. 7To help the
RMDP enrollee overcome th1s handlcap, we have instituted an
eéécatlonal program whlch conS1sts of a number of programmed
'educatlonal packages. These actually raise buth the reading
and aritnmetic'levels of the partiblpants. Daily classes are

conducted in an informal manner, and most of the material is

directly related to vocational advancement.
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In addition to the educational facet of this program,

all enrollees receive regular counseling services, both in groups
[

and individually. The enrollee is encouraged to make realistic

conclusions about himself and his vocational future. The counselor

also assists the enrollee in planning for skill training and job

placement.

SKILL TRAINING AND PLACEMENT SERVICES

| At the egd of the evaluation process, or at any time
during participation in the Work Experience Program, an RMDP
enrollee may be classified as ready for job or training placement.
The job.development ;taff often arranges furthex train;ng for an
individual through the U.S. Depa;tment of Labo:'s Institutional
or "On-The-Job" Training Prégrams through the Maznpowexr Develop-
ment and Training Act. It should be clear, however, that job

e .

development activity is centered around the needs and qapabilities
of the enrollee. The ;ob development staff seeks appropriate
skill training or employment for the individual based upon his
vocational skills and interests, results of the evaluation,
performance at the work site, availagility of transportation,
and other factors. |
Once placed in training ox.employment, all individuals
continue to receive follow-up counseling and health services.
Fdilow—up is the joint responsibility of the job development and
' .
counseling staffs. The case (which is in a follow-up status for
at least six-moaﬁhs)vis not closedfﬁntil both staffs are satis-

fied that successful training-and successful ‘employment has re-

sulted.
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ADMINISTRATION

From the beginning of New Jersey's rural anti-poverty

.

- program, there has been a constant, conscious effort to limit
édministrative staff to the min;mal level essential to proper
fulfillment of exis{ing responsibilities.

Changes have been made in staff_s@ruqture as the pro-
grém has progressed. Neithexr the gdmipisﬁ;ativg'stgff nox the'
field operations staff has been a static organization. Both
have been aware of, and responsive to, problems and faults as

they developed, and‘s.trtic‘:tu.ral reorganizations ‘have been effected

promptly when developments have indicated such a need.

Multi-Funding Sources -- Numerous Iresources, administexred

-

by many different agencies, are available to a program providing

Q.

the services required to gnable disadvaqtagqq‘iqdiyidgal§ to get

and keep a job at an aéequate wage. RMDP has endeavored to utilize

the suitable resources, including supportive services available

from State agencies in the local communities as well as funding
‘ _ from different Federal and State .'soua.:ces.

The initial phase of New Jersey's rural program, confined
to youth aged 16 through 21, was funded as follows under two con-
tracts which have now been completed:

¥s ' Neighboxrhood Youth Corps . $929,610

N .

Qffice of Manpower, Automation, & Training 291,050

- The sécopd phase, comprisihg both youths and adults,

was funded under contracts as follows:




1

OED Demonstration Grant $§742,061

OEO Nelson Amendment Grant 444,478 .
- Neighborhood Youth Corxps ) 322,170
) Bureau of Apprenticeship & Trng. 254,441
OEO Medical Services 134,000%
Governor'; Emergency Fund 100,000+ %

* This sum represenied a reallocation of funds by OED
from the State Department of Health to RMDP for remedial health
services to enrollees.

#% In addition to this cash contribution in State funds
\{}3 - from the Office of the Governcr, the State also has provided
in-kind contributions of $209,300 to date. Since the training,
evaluation, or work experience of many enrollees ovexrlapped from
the first phase to the second phase of the program, it is impossible
. to break down the overall total of State in-kind contributions be-
tween the two phases.

In the third phase, starting June/July 1967, the original
OEO Demonstration Grant was extended by additional funding and new

(D) - agreements were obtained from the Buxeau of Work Programs, -Depart-
ment of Labor, for Nelson Amendment (adults) and Neighborhood

Youth Corps as follows:

OEO Demonstration Grant $468,809
I BWP Nelson Agreement ' 444,270
BWP NYC Agreemnent a 531,190

oy,
' State of NJOEO Cash Contributions 157,000




Unexpended OEO funds for Medical Sexvices amounting
to $99,000 have been carried forward for continued remedial
health services to enrollees.

-~

Ihter—Agency“Rélationghips'-— One of the most impressive

accomplishments of the RMDP administration has been its ability to
work with other governmental and non-governmental agencies for the
purpose of enhancing sexvices to the poor:
| It is the unique inter-locking
relationship with the State Rehabilitation
Commission which enables medical and dental
examinations and sexvices to be made avail-
able to RMDP enrxollees. ' RMDP enrollees are
R receiving these vital services that they
otherwise would not have gotten.
Months of negotiations with the State
and County vocational education officials
‘have brought about a close linkage between
Evaluation Center operations and MDTA Rural
(w) . - Multi-Skill Centers., This affords maximum
utilization of skill training for RMDP en-
rollees.
Close coopetation with the Division of
e Employment Security has brought about the
ont-stationing of a:éﬁs Representative in

. the VEC's. An Employment Counselor is

available in each Center at least one day




U

5
ta

per week.and assists RMDP staff in making
DES services available. : .

Scores of agreements with host agencies
for the Work Experience Program have been
reached whereby the governmental or non-profit
agencies provide opportunities for varied work
experience in return for the work performed by
the enrollees.

RMDP, in conjunction with the NJOEO's new
project for making public employment mgre
available to the poor, is striving for closer
cooperation with other State agencies for the
purpose of seeing to it that still largex
numbers of RMDP enrollees become permanent
Civil Service employees.

‘RMDP has continuing negotiations with
Community Action Agencies for the purpose of
executing on-the~-job training contracts to

provide skilled employment throughout the

State. RMDP also works closely with probation

‘and parole officials, publi~ assistance agen-

cies, Children's Services agencies, and others
in an attempt to make services available to

those pzople who have the greatest needs.
e

&~

Internal Reorganizations ~~ From its inception early

in 1965, RMDP has recognized the need for a flexible administra-

tive posture.

As new programs were developed, and as changing




O

conditions required, majéf changes in the administrative structure
were undexrtaken. ‘
~- At the out-set, RMDP operationsﬁwere centralized in

“Trenton Qith all of the important decision making taking placé in
the Administrative Office. As field operations became more wide-
flung, it became adé&sable to decentralize the decision making
process. Regional headquarters were established.

F¥om this evolved line ‘and staff functions with such
activities as counseling and education becoming staff functions.

With the coming of the Vocational Evaluation Cepters,
there was an initial effort to maintain the Center operations and
the Work Experience Program as independent entities. This short-
lived experiment proved to be unsuitable and the present structure
in the field, therefore, represents a merging of the Vocational
.Evaluation Center operations and the Work Experience Program into
one unit under the direction of a Regional Manager. This arrange-
ment has proved to be the most efficient structure yet devised.

ﬁowever, as circumstances and conditions change in the
future, RMDP expects to maintain its flexible policy with regard
to the administrative structure. As needs require,sadditional

changes will be made. While wholesale changes have a potentially

unsettling effect, staff has come to appreciate- that these changes
%

-

are étxefleption of a healthy, vigorous forward looking‘bolicy.
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TRANSPORTATION

w -

- - Transportation in the Rural Maﬂbower Development Pro-

~ gram is an enormous problem that is peculiar to a rural poverty

program., Staff must go to clients; the clients cénhot come to
the staff personnel, as in a big-city program.

During the three-week evaluation period, the evaluees

' “must be transported from pick-up points near their homes to the

" Vocational Evaluation Center serving the Region in which they

live and, at the end of the day, transported back to their home

areas.

-

&

During the longer. work experienée and multi-skill
training.portions of the program, the same service is ??¢9553¥Y.
between.homes and wo;qur training sites.

All transportation is provided on=a-day~hau1_basis
siﬁcg-the Evaluation Centers and the work-sites are not residen-
tial in'nature.

"nNovsingle aspect of RMDP is more crucial than its
response to the lack of‘t;an5portation in New Jersey's rural
areas. The éréblem'of'tranquitation impinges on all cgmponenfs
of the program, from initial recruitment to follow-up of youths
and adults placed in employment or on-the-job training.

_The continuing need to bring services to clients and

‘clients to services affects not only the quality and depth of

~—

- services to_the rural poor, but administration, staffing,

communication, budgeting, and reporting as well.




"or will become job-seekers.

-~

Besides the transportation of enrollees in the progxram,

~ staff travel costs are high.’ About two-fifths of ‘a Counselor's

[

normal work-week is spent in an automobile, as he moves from one

—

area to another bringing counseling services to enrollees at
work-sites or bringing enrollees to a job interview or a medical

diagnostic or treatment appointment. A sizable portion of the

~ Field Sﬁpervisor's productive time is devoted to bus trahéporta—

tion of enrollees. Job development and placement services in
RMDP must explore and exploit scores of '"job markets" which are
convenient to the homes of hundreds of‘enrollees who either are
In addition to Eeing a major problem and an important '
cost ifeﬁ, tranéportation is a consfanflyrchangihg pfoblem‘éinCe
it is related to’ the area of recruitment.
It is no exaggeration to report, (1) that every facet

of the entire program is reliamt on transportation, and (2) that

 the program could not have discharged its transportation responsi-

bilities within existing budgetary limitations without the assist-
ance of GSA vehicles.

Vehicles are obtained from three sources: purchase,.

rental, or acquisition of GSA excess.

}}ij New buses are costly to procure but obviously less ex-

*

pensive to operate and maintain than used vehicles.
Rental buses cost $400 a month in rental fees for each
bus, plus abproximately $100 a month for gasoline, oil, and minox

maintenance.

. — - e e - " R P
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GSA buses are Sbtained free but in various states of
disrepair and the original cost of rehabilitating them varies
ébnSiderablb. After they are made serviceable, they can be
operated and maintained at a cost of approximately §150 a montho.
Even then, they have a relatively short operational life-span
and are subject to frequent engine or transmission breakdowns.

GSA surplus passenger cars require initial rehabilita-
tion costs that average $250 each for such items as a-new
generator, béttery, tires, and carburetor, yet are not expensive
to operate and they result in significant savings over mileage
costs for staff travel.’

Since RMDP is a demonstration project, this Report

. must stress the importance of a full-time member of the adminis- -

" trative staff to utilize GSA-sources of vehicles; as well as-

consumable supplies; Sh0p equipment and materials; office
furniture, equipment, and materials; field and classroom equip-
ment; and medical equipment for remedial dental examination

rooms.

3

There are two classes of U.S. Government property,
including vehicles, available to anti-poverty programs: Excess
and Store Stock.

N Excess is free. Such equipment or materials may be
Ve | '
almost new (having been declared surplus due to obsolescence),

may require extensive repairs, or may be usable with only minox
by

-

repairs. -  °
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Store Stock mJ;t be paid for, but its advantage is
the lower cost made possiﬁle by the U.S. Government's volume
Saying. Prices are shown in the Store Stock Catalogs, issued
by Federal Supply Services.

There is no central file that will disclose what items
are available from GSA in the Excess Property Category. Such
knowiedge must be obtained from one of three souxces:

For items from Government agencies, GSA publishes a
series of Excess Property Catalogs which are constantly being

 reissued and updated. Other excess Government items originate
with contractors and they are identified in Excess Property
Bulletins, also published frequently. The third source it the
information obtained by the RMDP representative on regular
visits to the "utilization desks'" at GSA Regional Headquarters,
where newly declared excess items are beginning the paper cycle
leading eventually to public listing in Catalogs or Bulletins.
It is mangatory to maintain constant liaison with the utiliza-

tion officers at the GSA facility.
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NELSON AMENDMENT ADULTS

.- Tn 1966, Section 205-D of the Economic Opportunity

- Act became effective. . Sponsored by Senator Gaylord Nelson, this

Amendment provides for services toc chronically unemployed ox
underemployed adulté. RMDP was one of the first manpower pIro-
grams to incorporate a Nelson Amendment component within the
framework of a broad manpower program. RMDP has been accepting
adult enrollees under a Nelson Amendment Grant since May 1966.
Of the first 400 enrollees, 65% were male; 74% were
unmarried, 97% had incomes of less than $3,000 per year, and
25% were over 50 years old. Generally speaking, adults served

under the Nelson Amendment are multiply handicapped.

‘Q

Frequently beset with serious physical and psycho-
logical problems, their educational deficiencies are considerable
and deeply ingrained. They lack employment skills which would
enable them to compete in the world of work. Many have little
or no hope of improvement. Some are alcoholics.

It is apparent that restoration of employability in
such individuals requires an intensive combination of basic
education, counseling, medical rehabilitation, work experience,
and job training.

g ’Despite these handicaps, the Nelson Al endment enrollee,
by and large, is often an excellent worker within RMDP's frame-
work. He gpmetipes needs considexégle motivation, but then he

becomes a stabilizing influence upon age-mixed work crews, he

tends to be more productive, and he is far more dependable than

Y |
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. his younger counterpart. Absenterism is extremely low and in-
stances of disciplinary action are negligible. | b

- Field Supervisors in the Work Experience Program report
that the "Nelson" is more reliable in his work habits and can be
left alone with an assignment, whereas youths need more super-
vision. Adult enrollees have been used in brief supervisory
capacities on some work sites; one adult acts as an interpreter
for the Spanish-speaking enrollees; another assists a Field
Supervisor, who has a large crew, in carrying out his duties.

On occasions when age-mixed groups work together, the
general quality of the work improves. A feeling of friendly
competition exists between the adults and the youths -~ the
Nelsons do not want to be "outshone! by youths and the youths
" are determined to demonstrate that they can do as well as adults.

| But RMDP experience with Nelson Amendment enrollees
has proved once again the validity of a long-established truism:
Itts extremely difficult to rebuild hope.

Staff personnel have no knowledge of whether the New
Jersey adult enrollee is typical of other sections. But it has
been discovered that the older New Jersey enrollees are so dis-
couraged, so devoid of aspirations, so scarred by deep psycho-
lggicai traumas, that they are skeptical uf RMDP's ability to

&y
find them a job even after preparing them for it.

On the contrary, many hagé indicated they‘would be

perfectly satisfied with limited security and meager income if

they could stay in the program indefinitely. They are reluctant

to knock on doors again in pursuit of a Job.




It is obviOus; then, that a primary and constant task
for program staff is to motivate adults q}thout hope, to rekindle
éﬁbitions that are long dormant and frequently extinct.

As teme in the program goes by, and after exposure to
both individual and group counseling, most of the adults become
somewhat less withdrawn, insecure, and introspective. They become
less ashamed of their present position in life after they come to
understand, through counseling, that many factors beyond their
control contribute to their limitations; that at least some of
these factors can be removed, and that their present condition

is not unchangeable.

Adults accept the initial medical and dental examina-

 tions moie readily than youths. This is probably just an indica-

tion of maturity, although it may denote an awareness b& the adult
enrollees of the relevance of physical rehabilitation to future
employability.

| Adults also have a far greater need for psychological
and psychiatric treatment than the younger enrollees. Amongd
the adults are psychotics, neurotics, and alcoholics. The
problems of the adults are usually overt and observable, not
latent as is ofteh the case with youkhs.

Neither adults nor youths are initially receptive to

4.
VJ“

the oppoxtunity to acquire greatex llteracy in basic educatlon
classes. On the one hand, adults qeem more ashamed of their

lack of education; on the other, the youths!? rejection of formal

schooling has been more recent, more easily remembered.

T e M TN
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Of course, it is true of all age groups thaf an in-
dividual who has fled from a_structured gducational system,
and finds a teacher standing over him oppressive, won't react
favorably to a formal educational environmer.lto The Nelson
adults are no different from the youths in this respect, but,
in the informal RMDP environment, education becomes less
threétening. After overcoming initial reluctance, the response
of many of the adults has been impressive. |

After the Nelson adults started moving into the pro-
gram in May 1966, slightly over 400 cases had been terminated
by December 1967, For various reasons only 375 of these cases
were evaluated. About 150 of the terminated cases did not
remain with the program since they werxe returned to the agencies
who had referred them to us for evaluation services only.

The 225 wﬁo were evaluated and who remained with the

program were terminated as follows:

Reason_for Termination No. %
Satisfactory Employment - . 19 8
Referred to Other Agencies

for Assistance ’ 34 16
Worked Less Than 5 Days . 23 10
Loss of Interest 51 23

Yar Left State 18 8 .

' .
Institutionalized - -3 1
{pcar;erated -~ 5 2
Whereabouts Unknown 16 7
Behavior - Disciplinary 7 3
Unemployable ' - 12 5

R )
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Note: There were 23 cases still in follow-up status
as of January 1, 1968, These cases have not been officially

terminated since their employment term has not yet reached six

—

‘ -
months. B
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VOCATIONAL EVALUATION CENTERS

4

The first Vocational Evaluation Center in New Jersey

~

-~.for the Central Region of the State -~ was dedicated at
Freehold on Septembex 22; 1966,?by Vice President Hubert Ho.
Humphrey. Thé Southern Region VEC was established at Millville
and accepted its first enrollees on December 12, 1966. The
Ndrthern Region VEC started operations in June 1967 at a site
adjacent fo Lake Hopatcong in Landing, New Jerseyo

On the basis of the experience covered in this period,
this Report can cite the VEC as the source of some comnclusive
answers to crucial questions and as an.example of how similax
facilities might be established elsewhere to the benefit of
both a manpower program and the evaluees it serves.

o

Pre-training, pre-work evaluation is mandatory to help
identify the incentive; and limitations inherent in each individ-
ual and to discover at the start the supportive services that
can help remove or alleviate the principal obstacles to employ -
ability. ‘

The core of an evaluation project is to measure clients
on factors of employability and to determine which factors can be
improved. A great deal of information is necessary before a
sound evaluation can be made. ,

When the rural youth program started in 1965, the
original screen;pg device in use tSkregister prospective en-

rollees provided insufficient information, It established little

beyond the knowledge that the applicant was 16 to 2], out of
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school, out of work, and'poor'° It provided nothing to illuminate
his vocational capabilities, true educatéonal levels, or emotional
factors. Yet these are facts that must be considered before
meaningful assistance can be extended to the individual to assist
him in becoming emR;oyablea

When the first Evaluation .Centexr opened, the first gzoup
of evaluees comprised enrollees already obtaining work experience
at work sites. As a result of the test adminictered during the
three-week evaluation period, new insights into individual en-
rollees were possible.

This merely proved the validity of an assumption the
staff had held from the beginning but had been unable to establish
until structured evaluation was available: That comprehensive
assessment would often disclose additional potentials and addi-
tional needs not préviously discerned.

Recruiting -- Recruiting for RMDP occurs basically in

two ways: First, direct recruitment by the staff through visits
to depres;ed neighborhoods in the Region; and second, thxough
referrals by a variety of other agencies working with the poox.

In addition, enrollees have been a major recruiting
source among thei£ friends and neighéors. Recruiting from all
sogrces is done on a regular basis so as to insure an even flow
ofu;ﬁrollees into the program. ‘

Each Evaluation Center iQ:?eared to handle a group of
15 new en?ollees‘starting each Mon;ay for a three-week period.

Thus, each Center may have 45 evaluees at any given time, with

S




all three Centers handli;g up to 135 enrollees at all times.
The out-reach technique is emplpyed by staff re-~*
cruiters for "one-to-one" contact with prospective enxollees.
~However, it cannot be used éffectively on a door-to-door basis
to the homes in most rural communities because they are €O
sparsely populated. Contact normally is made at town centers
where the poorx congregate, such as cafes, taverns, pool halls,
or drug stores, in and near migrant camps, and through county
agents or probation officerse.
-~ The eligibility of youths enrolled in RMDP is deter-
CED mined by existing Nei.ghborhood Youth Corps standards as to age,
income, and the need for work experience. Adults are accepted
according to the provisions of the Nelson Amendment.
Enrollees may be categorized in two groups: (1) Those
* 16 to 21 years of age; and (2) Those 22 or older.
vouths are paid $1.40 an hour for thirty houxrs per
week during the three weeks of evaluation. They are also paid
$1.,40 an hour for thirty hours a week during the Work Experience
Q;D . portion of theix enrollment.

Adults are paid $1.60 an hour for thirty hours per
week during evaluAtion and $1.65 an ﬁour for thirty hours per
wgiF thereafter.

'In addition to these wages, transportation is provided

for all enrollees to and from the VEC and to and from work sites.

Also, training ahd transportation allowances #i@ paid undexr MDIA

for those persons who are enrolled in multi-skiidl training courses.
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To qualify for the program, enfollees must be econom~
1cally,q001ally, educaflonally, and cultura]ly depxlved. -They
must be unemployed or'undelemployed and must meet specific. |
,federal income ctlterla.' Maximum family incomeelevels range
"from approxlmately $1 500 annually for an 1nd1v1dua1 to $4,500
;’for a family of seven, with an additional income of $550 per -

'm%ttéd for each family menber over seven,

| School dropouts must have been out of school at least

‘siX'months or, in thev0pinion of sChoOl'authorities? can no
g ionger’benefit from :egular schooling. The Dropout Status of
~ such enrollees is verified by‘alform.submitted by RMDP to the
school :ecords cie:k.

| - Intake -- Individuals may be accepted into a VEC in

two*separate Ways: Firet, where an applicant is accepted as’
an RMDP'enrollee aﬁé is schednled for the complete program;‘and
seoond,‘where a youth or'aduiteis referred to the Center for |
‘evaluation services gn}z_and is returned to the referral agency

upon c0mp1etionlof the evaluation procedures._

G
w .

Thus, in all three VEC's agreements were reached for
evaluating youths and adults being served by nearby CAP, NYC,
and manpower pro'grams° In each instance, specific adrrangements’

are made for transportatlon, for 1ntake, for consultation on fhe
'r J .
1nd1v1duals to be sexved; The staffs of,Sending agencies are

~
-~

1nv1ted to part301pate in the f1na1 evaluation conference. For

w

clxents sent for evaluatlon only, the recommendatlons made to

" the sendlng agency are,always framed in relat;on;to'the klnds
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of services the 5ponsor£ng agency can make available to the re-
turning evaluee., A final evaluation report on each individual,
fbgether wifﬁ supporting test results, is forwarded to the re-
ferring agencye. T =
A brief welcome talk by the Regional Manager is made

to each new group of enrollees. They are told what is expected
of them and what they can anticipate whilé at the Center.

| At this time thé Rules and Regulations are outlined.

They are brief, but thorough, and explain that the enrollee must

obey "the same rules that all other State employeecs must obey'.

Vg

N

It has been learned that, in most cases, the evaluee
jé likely to remember very little of what he was originally told
at the récruitment interview by the time he arrives at the Center,
- It is necessaryy therefore, to re—eﬁplain the whole program in
the Orientation welcome talk.
At the end of the initial Orientation, the enrollees
are conducted on a tour of the shop area and are oriented to

that part of the program,

Psychological and Educational Testing -- Each Center's

staff has compiled a battery of psychological, educational, and
aptitude tests that are particularly suited to educationally

deprived people. Using these tests, some verbal and some non-
g o

r

verbal, the staff acquires as much information as possible

about each individual. The results of these tests, when inter-

-

preted in perspective, are extremely useful in determining areas

of potential.

RO |
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Tests now being used include the Revised BETA’Ndn- '

Verbal Test of  Intelligence; two Metropolitan Achievement JTest

-~

patteries (elementary and intermediate); the Purdue Pegboaxrd

Test of Dexterity, mechanical and clerical aptitude tests; and

an interest inventory. Not all tests are administered to each

-~

1nd1v1dua1. And tests are administered only after the evaluee

has been carefully prepared.

Medical and Dental Services =-- This portion of “the

program includes both examinations and remedial services pro-
vided for all RMDP enrollees. The services begin when each

individual enters the evaluation process and continue through

. _the field program, as required. This program is carxied out

in close- cooperation with the State Rehabilitation Commission.

Educational Classes =~ Classes conducted while en-

rollees are in the Evaluation Centexr are vocationally oriented.
The purpose of these classes is primarily to improve job readi-

ness, especially for those who will not go into the Work Experi-

.

ence Program. )

All classes are conducted on an informal discussién
basis and are made as unlike formal school as possible. Topics
jnclude: The Value of the Job Appl{cation, the Employment Inter-
view, Work Habits én the Job, Completing the Job Application, and
B;;ic Shop Arithmetic, including measuromentso | |

During the 1nstruct10n on job appllcatlons, each en-

rollee completes a Personal Data Folder which contains all the

jnformation most genexrally asked for on job applications. These




Folders are provided by the New Jersey Division of Employment

Security. When the enrollee has completed it to the satis-
faction of his instructor, he keeps it and is advised to carry
it with him at all times. >

During these sessions, an attempt is made to stimulate
the evaluee to think about the relevance for him of additional
education (return to school)e.

Vocational Evaluation -- This innovative technique

utilizes a sample work assignment method which attempts to deter-
‘mine the areas in which each evaluee has the greatest poténtial;
A variety of work assignments has been prepared which are repre-
sentative of the jobs available, or likely to become available,
in the evaluee's section of the State. They are written in a
férmai manner, using simple language,'and include graphic
presentations. Even then, some must be explained to individual
evaluees by the Work Evaluators, and this is done, where ﬁec—
essary, thoroughly and patientlyo. ' ' T
Each evaluee is rated by his Work Evaluator on each
of *he various steps of the sample work assignment. Each step
is rated on one of five levels: Excellent, Good, Fair, Poor,
Unacceptable. Tﬁé use of standard iﬁstructions'and rating
mgphanisms for all evaluees on all Sample Work Assignments
ry
enables the evaluation to be as objective as possiblef
Through the use of actuaihwork tryout situations in

several vocatioral fields, the enrollee has an opportunity to

Jearn what jobs he enjoys. At the same time, the evaluators



are able to identify hiéjstrengths and weaknesses from a voca-
tional standpoint. - : : : .
= Work tryout situations now being utilized relate to

future employment in these fields: Automotive, Clerical, Car-

péntry, Painting, Electrical and Electronic, Building Maintenance,

-

iAséembly Line Operations, and Sexrvice Occupations.

Counseling -- Sessions are conducted on both a group

" and an individual basis during the evaluation period. No effort

is made to separate -youths and adults; if an age-mixed group enters
at the samé time; its group counseling sessions will be mixed.

The counseling is vécationally oriented and occurs over
the entire three-week. period. During this time, the Counselox
attempts -to assess the attitudes'andvproblems of the enrollees.

The initial counseling orientation concludes with Counselors
arranging with each evaluee a schedule fox fi;st individual coun-
seling session.

.. Bach evaluee is informed how he may best use the coun-
seling pfbcess. He is advised that he may initiate a counseling
session at any time during his three-week evaluation process.

| Check-lists on various criteria are completed by the
Counsclor,atithe Seginning and end of'the”three weeks on each
enfoileé. The Counselor also tries to identify individuals who
mayyﬁresent operational problemé of conduct and communication
as well as pinpointing potentiai 1e§?ership qualities. Oxthodox
counselinéﬁtechniques are utilized~and'pertinent background in-

formation is obtained from other agencies which have had contact

with an enrollee.
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Final Evaluatidn Conference -~ During the third week

of the evaluation period a final conference is held at which
all staff members who have had contact with the evaluees meet.
At this meeting, each evaluee is discussed and all information
relating to his evaluatioh is presented.

This conference proQides an ‘oppor tunity for several
staff members to contribute data which‘will be incorporated in
the "Final Profile" prepared for each evaluee by the Counselor.
The Counselor must solicit the opinions of othex stafi members,
correlate them with his own thinking based on his observations
in counseling sessions, "and then incorporate the sum total in
the Final Profile he prepares.-

« The significant findings of the Final Evaluation Con-
ference are then presented to the enrollee by the Counselor as
recommendations for his futwie program. The Counseloxr conveys
the idea that the ultimate decision must be made by the enrollee
and that the evaluation is intended to help him make that decision.

"Naturally an enrollee would be discouraged from seeking
training in a field in which it had been demonstrated that he had
no chance of succegs. 7Surprisiﬂgly;nh6weﬁéf, by the time the
three-week evaluation period draws néar an end, almdst all
evilueeé come to realize their limitations and to be aware of
po?gﬁtials for other possible vocations. Usually, theiéfore,
the evaluee chooses the future vocé}éonal*cﬁurse that ‘staff
personnel.have concluded is best f;r him -~ and, importantly, -

the evaluee is strengthened in the knowledge that the decision

was his .




®

During the Final Evaluation Confexrence, several con-
clusions are made with respect to each individual's future.

N First, a determination is made as to the vocational
areas in which the enrollee has potential. Second, the level
of present ability is determined in oxdex to decide whethexr to

place him in direct‘employment, on-the-job training or an MDTA

program, or assign him to the Work Experience Program. Third,

educational recommendations are made, on the basis of testing
during the evaluation process to assist the Field que;visor in
providing remedial education at work sites. Fourth, possible
counseling approaches are recommended in oxder to alert the
Counselor as to problem areas or to opportunities for providing
the enréllee Qith additional motivation,

All these recommendations comprise the Final Profile
at the end of the evaluation process and it becomes a part of
the enrolleet!s permanent RMDP record.

Re-Evaluation -- A re-evaluation mechanism exists by

which the VEC staff reviews the client's progress subsequent to
his leaving the Centex. If the enrollee has questionable pro-
gress since leaving the Centex ox if the original recommendations
of the Centex weré not fulfilled, ar;angements can be made for a

selective re-assessment of one or two days in which an attempt
Ty ‘
will be made to find the sources of difficulty. In some instances

the enrollee can be scheduled for

-

a nearly complete re-~cycling.

-
- s
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'STATE OF NEW JERSEY
OFFICE OF ECONOMIC OPPORTUNITY
VOCATIONAL EVALUATION CENTER

~ CENTRAL REGION .

¢
SAMPLE WNRK ASS|GNMENT
SWA # ¢ WIRE STRIPPING

PURPOSE: THE REASON FOR THIS EVAL!UATION
WORK SAMPLE 1S TO FIND OUT WHETHER OR NOT
THE EVALUEE CAN USE A PAIR OF CUTTING .
PLIERS AND/OR WIRE STRIPPER. .

TOOLS AND MATERIALS REQUIRED: WIRE

8 STEP .
HAND .,

STRIPPERS AND WIRE .

HOLD WIRE STRIPFERS IN
ONE HAND AND THE WIRE IN THE OTHER

AS THE PICTURE SHOWS.

ELECTRICAL

%




L N
-
.
.
N .

STEP 2. GENTLY SQUEEZE THE HANDLES

|- OF THE STRIPPERS ON THE WIRE. THE
! REASON FOR THIS IS TO CUT THE
i 'NSULAT1ON, NOT THE WIRE.
i
, ‘
i
| U STEP 3. NOW THAT YOU HAVE GUT THE
‘, INSULATION, PULL IT OFF WITH THE
. PL'ERSO e
.,,’
P )
1
STEP L. SHOW YOUR WNORK TO THE
| EVALUATOR., -
1 vy
i STEP 5. RETURN TOOLS TO THE TOOL~
| ROOM.
{
4

Full Tt Provided by ERIC.
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STATE OF NEW JERSEY AUTOMOT | VE

OFFICE OF ECONMIGC OPPORTUNITY , ]
VOCAT ! ONAL EVALUATION CENTER )
- . CENTRAL REGION -

" ‘ SAMPLE WORK ASS | GNMENT
SWA # ¢ REMOVING AND REPLACING A TIRE AND RIM,

OURPOSE: THE REASON FOR THIS EVALUAT I ON .
'3 TO FIND OUT IF YOU CAN TAKE A TIRE AND L
RIM OFF A GAR AND PUT 1T ON AGAIN. ‘ .

TOOLS NEEDED: LARSE SCREWDRIVER, CROSS-
TYPE LUG WRENCH. ~ .

Lng Wrench

4,

0

Serew Driver

EQUIPMENT NEEDED: AUTO JACKS, SAFETY
STAND. o '

WHAT_TO DO. - o

STEP 4. GET THE TOOL'S AND MATERIALS
FROM THE TOOL ROOM.
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STEP 2., REMOVE THE HUBCAP WITH THE [ -
SCREWDRIVER B8Y PUTTING THE TIP OF - | S I
THE SCREWDR!VER BETWEEN THE YHUBCAP . - . R
AND THE RiM. REST THE S“4ANK AGA!NST

THE TlRE AND PUSH THE HANDLE TOWAQDS .

STEP %. DO-THIS IN SEVERAL PLACES
AROUND THE TIRE UNTIL THE 'RIM COMES

OFF.
<
' v ) \,OOSEIV
P . , \QOSEN
«<WEP h LOOSEN THE LUG BOLTS' OR N ‘/CTQ‘“
- NUTS. FIND THE RIGHT SIZE END OF | | @\ - .@
THE LUG WRENCH. PRESS ON ONE END — — N\
OF THE WRENCH AND PULL ON THE OTHER |
END. Lug Nut
IF THE LUG HAS AN "R"™ ON IT TURN |
THE WRENCH COUNTERCLOCKWISE OR TO | z§§
THE LEFT. | . :
IF THE-LUG HAS AN "L"™ ON IT TURN , | %@P
THE WRENCH CLOCKWISE OR TO THE » ~ .
RIGHT.
CO NOT TAKE THE LUGS 0OR NUTS
OFF, ONLY LOOSEN THEM NOW.
423
STEP 5. .JACK UP THE CAR UNTIL THE
TIRE 1S A30UT L INCHES OFF THE
- GROUND.  FIX THE SAFETY STAND TO THZ
NEAREST CORRECT HEIGHT,
'STEP 6. LOWER THE JACK UNTIL ALL ‘
COF THE WEI 4T OF THE CAR IS ON THE .
SAFETY STAND. LEAVE THE JACK UNDER cxample:
THE CAR FOR SAFETY. Vo T 1
About Four
Inches

o ]: K C B e e T AL I e e e g I i s LT e I AR L S B L

Aruitoxt provided by Eic:




Ay bt e e e o e -
-
»

| - STEP 7. REMOVE THE TIRE AND R1M BY
f{  TURNING THE LIGS UNTIL THEY COME OFF. |
| LIFT THE TIRE AND RIM FROM THE CAR. ~

»

£ -~ ' |
- N | - ~ L. hnd

o -

STEP 8. SHOW YOUR WORK TO THE EVALUATOR.

ROOM.

-

. e
J‘._ STEP 9. RETURN YOUR TOOLS TO THE TOOL~-
1

M STEP 10. OGLEAN UP YOUR WORK AREA.

'l
¢
‘.'

L e
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WORK EXPERIENCE

.- In cooperation with various host agencies, RMDP has
developed a Work Experignqe Program for both youths and adults,
male and fémale° Enrolléés are éngaged at many different work
sites in a wide variety of work experience activities ranging
- from-simple, unakilled;tasks‘to.skiliéd_assignments._

“ A large majority of all enrollees participate in this
aspect of the total RMDP program, and it is usually the longest
period of the effort to help them achieve employability.

For many, the wages they receive are the first wages
they have ever earned. They are introducéd to payrollywith-
holding bx the payment of income and Social Security taxes,
which often instills, for the first time, a sense of responsi-
_ble citizenship. h

The purpose of the Work Experience Program is to orient
the enroilee to the demands of a working situation. During a
maximum six-month period, he becomes accustomed to complying
with the requirements of punctuality and regular attendance.

He must be at the appointed pick-up place nt the scheduled time
to get the transportation to the work.site to which he is
assigned. Experience gained at the work sites is necessary for
thé}énroll?e who has never had a successful work experience to
learn to make the personal adjustment of cooperation with his
fellow-workers and of discipline, i{éo, compliance with the in-

structions of a supervisor in carrying out his assignment...




Additionally, of course, the enrollee has an oppoxr-

tunify through his work experience te learn specific skills
and to develop occupational interests.

The generally low educational achievement levels of
RMDP's enrollees is.recognized as one of the program's most
serious handicaps. A number of programmed educational ﬁackages
are being used in an effort to elevate the xeading and mathemat-
ical level of all enrocllees. The sessions are conducted on a
daily basis, for a minimum of six hours a week, in an environ-
ment totally unlike the formal séhoolroom setting. The remedial
education classes are s® planned as to relate the study material

to the daily activities encountered by the enrollees. The Ed-

ucation Specialist visits the site periodically to provide

" guidarice and specific help for problem cases.

Another important part of the week is the visits by
the Counselor who holds group and individual counseling sessions.
He also consults with the Field Supervisor on the progress and

-

vroblems of each enrollee.

The State conservation sites, where some RMDP enrollees

work, curtail outside activities with the advent of cold weather.
While considerable impoxrtant conservation work continues through-

out the winter, much of it is performed in sheltered locations.
e .
As a result, crew sizes and crew assignments are adjusted

- \B

b

-

accordingly.
Other work sites have been opened or expanded to com-

pensate during the winter for less available conservation




e

projects by providing work indoors or in partially shelterxed

locations. «

—

YR

. Miiitary installations have been found to afford ex-

;ellent Wéfk experiencé~oppdrtunities for enrollees. Post
personnel have been ?xceptionally receptive and coépeza‘.ve.
The .permanent personnel employed on the bases frequently become

_ perSoﬁally involved in the progress of enrollees in their depart-
ﬁent, and already there have been cases where enrollees have

obtained permanent, full-time employment at installations where

they served in the Work Experience Program.

An additional advantage is that the type of jobs to
which enrollees are exposed offer interesting and challenging
assignments in which unskilled individuals can acquire basic
knowledge in a field of productive vocational endeavor.

Lakehurst Naval Air Station and McGuire Alr Foxce
Base were among the first military stations in New Jersey to
accept eﬁrollees in the RMDP Work Experience Program. Crews
have also worked at a number of National Guard Armories in the
=t State. Most recently, new work site openings are: The National
Aviation Facilities Experimental Center in Atlantic County as
well as Glassboro.étate Teachexrs Coliege in Gloucester County

and Trenton State Teachers College in Mexcer County; both are
b‘;,.

excellent work sites. -
To date, more than $l,3502900 in ﬁages has been placed

in the hahds of the neediest of Ne& Jerséy's rural poor., In

return, RMDP enrollees have contributed more than 964,000 man-

hours of needed and valuable conservation, maintenance, and

s ot P e
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othexr work performed on State-owned land and at other public

installations. . ‘ ‘

.

- A partial listing of accomplishments discloses that
thousands of acres of “forests and park lands have been reclaimed
or improved; dozens of historic sites and buildings have been

restored and countless shacks and eyesores bhave been demolished;

‘many miles of wire and wooden fencing have been exected; hundreds

6f miles of nature trails were constructed or reopened; and dune
grass was planted on hundreds of acres along the New Jersey shoxre-
line in a soil erosion prevention effort.

Enrollees also assisted in the construction of dams,
public docks, several fish -hatchery pools, a 26-acre lake for
wildlife refuge, and dozens of small structures such as garages,
tool sheds;  warehouses, and public toilets; helped to maint*ain
and repair dozens of State-owned vehicles including fire trucks
and bulldozers; and played an important role in the functioning
of the new State Library.

Field Supervisor -- It is impossible -~ and unnecessary

as well -~ in any large operation to attempt to identify any
single element as the "most important" or '"most essential’. But
it is possible -~ and necessary as well -- to emphasize the im-
p?;tance of the Field Supervisor in the daily mechanics of making

ty
the Work Experience Program a successful operation.

-

The Field Supervisor is %he first person the enxollee
Sy

-

sees in the morning and the last person the enrollee sees at the

end of the working day. While it is literally txrue that many

4



ﬁ%m;ﬁ;www e ff{ .

enrollees have come to %éel that their Counselor is the first
individual they have ever been able to depend on, it is equally
true that the Field Supervisor may be the first authorlty figure
in the enrollee's life whom he ‘can learn to emulateo'

Tﬁe Field Supervisor drives the bus that picks up thé
enrollees near their homes for transport to the work sites. This
somefimes requires covering a route of up to 40 miles both morning
and afternoon. Unlike a public utility route, the Supervisorts
bus route changes aé personnel enter and leave the program, yet
he must provide pick-up sexvice with the dependability of a public
utility, )

The Field Supervisor must be both a disciplinarian and
a father-confessor. He is both a teacher and a boss. He judges
the capabilities and the advancement of each enrollee in hi -
charge and submits iegular rating reports on the aptitudes and
progress of all enrollees. He should be an outgoing individual
with definite qualities of leadership, neither a martine% nor a
non-believer in discipline,
. And he should be adept at minor, on-~the-spot repairs
of a balky bus.,

Because of the very spec1a1 qualities requlred, re-

crultment of competent Field Supervisors is a challenglng assign-
v,

14

nment,
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EDUCATION

¢

s The Rural Manpower Development Program is supexrvised

- by a professional staff, which is responsible for formulating

educational policies, establishing standards, and insuring the
integration of educational activities with other RMDP components.

An Education Specialist is assigned to each Evaluation

Center, and he is responsible for the educational assessment of

each person entering the Center. He provides introductory
education to the evaluees, gives the Field Staff spécific sug-
gestions to meet each individual's educational needs, and assists
in the evaluation of the effectiveness of educational activities
with reports and recommendations to the Program Evaluation staff
person,

The Education Specialist also provides intensive con-
sultation and supervision over the on-site educational activities
conducted by Field Supervisors in the Work Experience Program.

He demonstrates teaching methods, mgkes individual recommenda-
tions for problem students, assists in the preparation for High
School Equivalency Examinations, and maintains liaison with
public schools in the Region. ’

A1l basic remedial education for enrollees is provided
aéuwork s?tes except foxr some basic vocational orientation which
is provided at each Evaluaticn Center, sﬁch as filling out em-~
ployment applic;}ions, answering qﬁgstions at an employment

interview, and related phases of looking for a job.

Z/Lx



As part of th;.voca%ional evaluation period, the
Metropolitan Achievement Test is administered as part of the
overall educational assessment of each individual.

Teaching materials now in use at work sites by Field
Supexvisors include: |

1. SRA Reading Laboratory III-A, "Dimensions in
Reading", which is a relatively new remedial education package
and is vocationally oriented.

2. The SRA Skills Development Kit.

3. R. Lee Henney'!s System for Success, Book 1 -
Reading. -

4, Henney's Book 2 - Arithmetic.

. 5, The Mott Basic Language Skills Program, Series
300 A and B.

6. The Mott Series 300 (Basic Numbers and Money).

7« Behavioral Research Laboratories Programned Text.

8., "News for You", Editions A and B, published by
Laubach iiteracy, Inc., of Syracuse, New York.

9, Manuals produced by various U. S. manufacturers,
such as General Motors, Union Carbide, etc.

10. Selected papexrbacks. These include a series of
five "Workbooks of English!" produced by Washington Square Press,

Ty ,
which teach by pictuires.
11, Three books from the Noble and Noble Adult Basic
Education Series: "Everyday English and Basic Word List for

Adults", "How We Live'", and "Your Family and Your Job",
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(The last two.groups, No., 10 and No. 11, are designed
for Spanish-speaking enrollees.) .
a All work site classes are conducted in accordance with
a standardized curricdlum devised for the overall Program, but a
high degree of flexibility is maintained to permit adjustment of
various portions of the curriculum to accomnodate existing methods
of enrollees under the direction of different Field Supervisors.
Six hours per week are devoted to Education in physicalvsettings
as unschool-like as possible.

At the start of the rural anti-poverty program in New
Jersey, first for youths only, it was assumed that lack of basic
educational skills was an important factor contributing to en-
roliees? -inability to find or hold a job. That assumption was
proved valid, and it is equally true among the adults who have
entered the program under the 1966 Nelson Amendment grant.

Three general objectives were established to enhance
an enrollee's employability and social adjustment by:.

“1‘ Helping him appreciate and understand the need for
an education on an ongoing and post-program basis.

2, Raising the level of his basic skills and elevating
his self-image and confidence.
o 3, Promoting a level of proficiency to a point where
hi;’aptitude in certain areas could be strengthened aﬁd, where
possible, raised sufficiently to eﬁé?le him to pass the GED and

-

some employer screening tests.
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When the progféﬁ began, arrangements were made through
the Board for Fundamental Education at Indianapolis, Indiana,
for the instruction of non-professional éield supexvisory per-
sonnel in utilization of a self-instructional educational program.
The Henney System calls for administration of the Gray

Oral Reading Test to determine reading levels, followed by

establishment of learning groups. In some instances, Henney

materials were supplemented by other instructional matexrials

and techniques, depending upon the versatility and imagination
of the Field Supervisor. Some used newspapers and magazines,
others tried mail-order-catalogs and drivers! manuals.

But it became apparent that, although the Field Super-
visor often could display enough energy, enthusiasm, and interest
to compensate fox, his lack of professional experience, he must
have more and better teaching materials and adequate professional
back-up assistance.

Consequently, the administrative staff position of
Coordinat&r of Education was created, professional Educational
Specialists were assigned to each Region, a standardized curricu-
lum was established, and, after considerable experience was
acquired on a trial-and-exror basis,’the previously mentioned
tggqhing materials were adopted for general use.

- .Continuing reassessment is made of the.edwcatidnal
needs of the pogulation concerned,"%he available instructional
~
tools, aﬁd the experignce acquired‘in prior classes at work

sites. If better teaching packages are devised, they will be

employed; if improved techhiques are discovered, they will be



utilized throughout the program.

On the basis of more than a year's remedial educational

[ Y

experience, and after selection of a professional educational
staff, the followinyg specific objectives were established and
are believed to be attainable for RMDP enrollees:

1. To improve each individualls reading and mathematical

abilify by one or more grades.

2. Motivate him to recognize the need “»r an education
and to convince him that such growth must come from within. 7This
goal is designed not only to pexsuade youthful enrollees to return
to school but, more impdrtantly, to realize that MDTA skill train-
ing o some othex form of vocational training will improve his
chances of getting and holding a job.

3, Assist eligible enrollees to pass the GED.

4. Help the enrollee to pass the driver's license
written or oral examinations, which often requires modifying
negative driver attitudes.

5. Make the enrollee test-wise, in such as:

a. Employer screening devices, and
b, Civil Service examinations.

6. Help him gain proficie;cy in filling out employment
agg}ications.

*RMDP has a heterogeneous level of enrollees. This can
be quickly demonstrated by the gre#&_difference in achievement
level scores of iwo enrollees tested recently. One had completed

the 9th grade, the other the 11th grade, yet the enrollee with
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lesser schooling made higher grade equivalency scorxes in evexry

category:

) *

~ -

11th Grade 9th Grade

N Enrollee Enrollee
Word Knowledge %.6 10.0
Reading i 7.9 10.0
Arithmetic Sl 5.5

This is not an isolated case; on the contrary, scores

of similar disparities could be cited. It is used as an example

merely to illustrate the broad range of needs that ekist among
RMDP enrollees, requiring various amounts of individual instruc-
~tion by the Field Supervisor and tutorial assistance by the

Educational Specialist.

Specific problem areas can be divided into four general

R

categories:

>~

1. Those relating to motivating and assisting the

virtual’non-reader.
" 2. Those centered around educating non-English-speaking

enrollees.
3. Assisting the majority of RMDP enrollees to elevate

existing reading and arithmetic skills.
4. Tutoring potential GED candidates to enable them
to;écquire High Schocl Equivalency Certifiéates.
¢ : .
In some areas, non-reading enrollees constitute as
- ~,
many as 30 percent of the total number of enrollees. Exceptional
. amounts of individual attention are required by these individuals.

In addition to the Field Supervisor aand the Educational Specialist,



some of the "more gifted" enroilees, asually potential GED candi-
dates, have been utilized to assist non-%eaders as individual
tutors. This method has increased in frequency with the intro-
duction of adults intc the program last summer.

This appr9ach has a twofold beneficial effect but also
one serious disadvantage. The plus factors are:

1. The instruction is given by a peer.

2.. It enhances the leadership aspirations of the
enrollee who does the tutoring.

A possible drawback, on the other hand, is the fact
that some individuals doing the tutoring might limit to some
degree their own educational development. Admittedly the en-
rollee's ‘own proficiency may be improved by the act of helping
%o .instruct.others, but his own advancement beyond his present
levels necessarily requires that he also must receive instruction.

Since the Program's goal is to raise the educational
level of each enrollee, care must be exercised in such experi-
ments sov;s not to sacrifice the growth of one individual for
the benefit of another.

The rapport that bas been established between RMDP and
the New Jersey St&fe Department of Eéﬁcation can be illustrated

by an arrangement that has been made to lower the minimum age
.

+ o
L

for RMDP enrollees who wish to take the GED test. ‘
Inltlally, the State Department of Education had
establlshed a minimum- age requirement that GED testees must be

at least 20 years old. As a result of objective bargaining




efforts between representatives of the two agencies, the NJOEO
was granted a waiver in December 1966 whereby RMDP enrollees

ﬁéy take the GED test when they become 18 years of age.

In addition;‘some "selected" 17-year-olds have taken

the test when it was determined by RMDP counseling and educa-

tional staff that the individual could not reasonably expect

to return to school due to familial, financial, and other prob-
lems, and who held some promise of passing the test.
An agreement also has been obtained undex .which any

RMDP Region having nine or more GED candidates may now obtain

A
Wy a proctor from the State Department of Education to administex
the test at a site to be designated by RMDP. This arrangement
is helping to alleviate many transportation difficulties that
are easily compounded when enrollees are bused from one rural
* area to another,
Since 1965, 23 enrollees have passed the High School
Equivalency Examination undexr RMDP guidance.
Interestingly, four RMDP staff members also passed
s the GED in this period.

GED Preparatory Couxse -- RMDP conducts an accelerated

-

GED preparatoxry course for enrollees 17 or older who attain a
i reading level of 7.0 or higher on the Metropolitan Achievement
QJ *
Test. This criterion was adopted as a result of the compar:ctive .

success achieved by several RMDP enrollees in passing the GED.

They were enrollées who had scored an 8.0 or above grade level

on the MAT reading test. Consequently, it was decided that

T S



individuals scoring 7.040r higher reading levels on the MAT
sh. a1d be given an opportunity to take t@e GED. .
o The basic text used in RMDP's special GED preparatory
course is the Arco Publishing Company!'s "Preliminary Practice
for High School Equ}valency Diploma Test".

The course is presented by an Educational Specialist.
Itvincludes basic instruction in regding, interpretation of |
reading materials, arithmetic, spelling, grammaxr, and English
usage.

During the preparation of the special GED instruction
course, RMDP educational personnel consulted representatives of
the Rutgers University Extension for Highexr Education and of the
AKilmer Job Corps Center, the only other known agenciés involved
in preparing school dropouts as GED testees. Material from these

* two sources was considered in preparation of RMDP's GED instruc-
tion package.

Sectior taught in the preparatory course, and the

time allotted to each section are:

Test~-taking techniques and sample tests 4 houxs
How to improve reading 8 hours
How to improGe spelling ' 4 houzs
.. _How to improve grammar and English usage 6 hours
e Practice to improve mathematical ability 10 héurs .

Special attempts are beiﬁg‘made in all three Regilons

-

to recruit enrollees as GED candidates who have scored at or

above the 7.0 reading level on the MAT test. With the State's

e e




minimum age lowered, a sound GED preparatory course available

in RMDP, and active efforts under way to recruit testees, it is

anticipated that there will be a significant increase in the

~

number of RMDP enrollees who earn High School Equivalency Certifi-

i cates.
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- COUNSELING

Vocational counseling begins wi}h the enrollment-day
o;ientation Qt each Vocational Evaluation Center and continues
through follow-up until the enrollee is firmly established in
a competitive employment situation.

During the three-week evaluation process at a Voca-
tional Evaluation Center, b th group counseling periods and
individual in-depth interviews are conducted with each enrollee
in which pertinent background information is compiled. Whexe
applicable, contacts are made with schools, welfare agencies,
and parole and probation authorities to assist Counselors in
achieving a better understanding and more thorough knowledge
of their clients.

Through information so elicited, the Counselox begins
to make judgments along such lines as personality,- attitudes,
interests, adjustment, response to RMDP, and needs of each er-~
rollee. The Counselort!s findings and recommendations at the
end of the evaluation period have a significant bearing upon
what happens to the individual. Counseling continues after
the individual leaves the Evaluation Centex. Most counseling
occurs within the‘Wbrk Expexience Prégram.

;| Counseling services are intensive, but not intrusive.
A genuine, sincere interest in and concern fox people ﬁave been
called the most ~esgential ingredienig of a good Counselox. MHis
vital :requii‘:emén%s include many of the same traits needed by a

good Field Supervisor. Aftex all, Counselors and Supervisors




are the staff personnel who have the major contact with enrollees,
and it is they who represent the program as a whole to the 'in-

" o

dividuals participating in it. A receptive Counselor must be a
good listenex., He pea;s‘the fears and worxries of the enrollees
who are his responsibility and attempts to allay those fears and
worries while pointing out the stfengths and abilities of each
indiﬁidual he is trying to assist.

He understands why many obstacles that many people can
surmount with ease are enormous barriers to an unemployed, undex-
educated individual.

No new counseiing techniques have been devised by RMDP.
The techniques in use have been acquired from othex disciplines.'
What has‘been done ~-~ as in every suécessful céunseling program -
is to adapt and refine established methods so as to serve best
the individual characteristics and needs of the clients enrolled
in any given group.

No recommendation can be made, and none is needed, as
to whether individual counseling is mo?e beneficial than group
counseling oxr vice versa. Both are essential., Each offers sub-
stantial accomplishments for which the other has no substitute.
There is a need for both types of courseling, an urgent demand
that both types be provided to every enrollee.

*

'Certainly the most personal kinds of counseling occur
during individual sessions, when the Counselor and the enrollee
discuss the enrollee!s most personal prcblems in privacy. And,

strange as it may sound at first, even group counseling sessions
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are extremely individualvin direction. Group counseling focus:s
on individuals. Under the guidance of the Counselor, group mem-
bers make suggestions to the individual whose problems are under
‘discuss{on, which permits the individual to see himself as his
fellow~-workers see Qim -- a far more effective corrective than
mere advice from a Counselor or Supervisor.

RMDP Counselors have established only two rigid rules
for grou, sess: .ns -~ and the enrollees themselves seem to relish
enforcing them. Those rules are: No fighting, No lying.

RMDP was one of the earliest rural agencies to have

Q§> received a Nelson Amendment grant to serve disadvantaged ..luits.
What has been learned in the brief time that mixed-age g+
counseling sessions have been conducted is necessaxily inconclu-
sive; all that can safely be reported on the basis of the limited

* experience to date is that results do not discourage experimenta-

tion in age-mixed group counseling sessions.

Preliminary Conclusions. Bearing in mind the previously

stated qualifications that both individual and group counseling

‘v

sessions are necessary, certain tentative conclusions can be re-

ported at this time.

More time and more data are required before firm

generalizations are possible. But RMDP expexience with the
v

rural population it serves, and especially with a co-mingling

of MNYC youths and Nelscn Amendment é?ults in mixed group coun-

seling sessions, "seems to justify these preliminary observations:

T T o A g e i S




1.

2.

3.

4,

More immediate and obvious changes are obtained

from group counseling than from individual coun-

-

" seling.

Group counseling is more effective with youths
than with adults,

Youths gain more from the input of adults in mixed
group sessions than adults gain from youths.
Neither age group -- and this discovery occasioned
some surprise among staff personnel -- seems to

resent age-mixing in group counseling sessions.

-

On the contrary, some slight father-image benefit
has accrued in some cases, some of the adults have
had basic skills or vocational capabilities that
wer;'helpful to some youths, and some of the youths
appeared to have received some impact fxom regard-
ing certain adults as object-lessons, a sort of

thorrible example' of how the youths might be a

generation from now.

There also have been adults with severe psycho-
logical problems -~ witﬁdrawn, introspective, in

an "Itve given up hope" frame of mind, who seemed
to absorb at least a small degree of the resiliency:

and optimism that are more often found in youngd

people.
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The great singie advantage of group counseling ovex
individual sessions i< that each enrollee is expused to the
p;éssure of.his peers., An additional benefit in a group of rural
clients is that all ar; from .small communities where "everybody
knows everybody elsg." As a rcesult, deceit is almosi impossiblee
An enrollee who boasts that, unlike some others, he has no proplem
with alcohol, for instance, may be reminded by a neighboxr that
tyou were pretty tight down at the pool room Friday night.”

An enrollee of any age is far more apt to be impressed
by this peer pressure than by any advice that may be offered by
1an outsider" such as a Counselor or a Fiecld Supervisor. And
the discipline of peexr pressure can be enoxmously effective. A
classic example of changing a social habit is that the group can
make an enrollee bathe oftener.

The role of the Counselcr is to staxt an intexaction,
to get the enrollees to talking among themselves. In the initial,
individual counseling session he tries to convince cach client
that whatever is done or said is intended to help the client and
foxr no other reason. In the grouﬁ sessions, the Counselor may
propound a question at times in order to keep the interaction
under way, but he.does not attempt to provide the answexs, Other
quollees supply the answers to each individual's problems -~
sometimes many answers which then require additional discussion

to select the best of them. -

And the best of all possible answers, of course, is

the one that an individual arrxives at himself, It is an ideal
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result when an enrollee, after a group discussion, recognizes
the solution of his own problem, This has occurred on a

~ s

gratifyingly frequent number of occasions in RMDP group coun-

—~—
L~
-~

seling sessions.

The primary purpose of both individual and group coun-
seling at work sites remains the providing of meaningful,
sjgnificant assistance to each énrollee to enable him to make
appropriate decisions about himself, especially about his voca-
tional future, Counselors work closely with all enrollees in
striving to coordinate the happeninags of the work-day and the
educational sessions into the counseling periods.

The Counselor retains primary responsibility foxr the
enrolleets welfare. He 'is charged with recommending (on and
with the advice "of the Field Supervisor).any status changes
necessary to reflecé an enreolleel's progress.

RMDP has firmly established that a Rural Manpower Pro-
gram muSE‘maintain a high ratio of counseling staff to clients.
Even a caseload of 40 may be extr;mely‘heavy in a multi-county
; program with enrollees from scores of small towns and isolated

communities.
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JOB DEVELOPMENT

Toward the end of the vocational evaluation process

or at any time during the Work Experience Program, an enrollee

-

may be referred to a Job Developer. t is the Job Develcper's

responsibility to place the referred enrollee in a job, into an
on-the-job training position, or into a Manpowexr Development
Training Act Program, as his level of ability and his interests
may dictate. |

The Job Development staff also provides valuable job

market information to assist both the staff and evaluees to make
realistic vocational judgment;.

The rural nature of the program and the constant diffi-
culty most enrollees encounter in traveling to areas where jobs
are available continue to constitute a major p;oblem. Due to a
general lack of public transportation and the fact that many of
the rural residepts dc not have automobiles, the Job Development
staff mus t individualize oxr customize its job-finding effoxrts.
Enrxollees are reluctant to.accept jobs.in other than their home
areas and the geographic areas in which they can successfully
travel or oStain carvpdolyaéﬁistance afe‘extremely limited.

The tasé of the Job Develoéex in matching the individual
to the job is being greatly assisted by the sophisticated voca-

rd

tional testing and evaluation techniques utilized in the Evaluation

-
-

Centers. N 2

Employment is located for enrollees on the basis of their
vocational skills, interests, their residence, and other pertinent

factors. An attempt is made to piace every enrollee in employment

Bt —— == R S ———— |



as meaningful as possible and yet remain within the limitations
y » _
of/his capabilities.

]
-
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For those enrollees referred to the Work Experience

o

-~

Program, the Counselor becomes the key person in triggering Job

Development action.. He submits monthly reports describing the

adjustment and readiness for additional planning of each enrollee.

_ Whilé it is obviously desirable to place each enrollee in a pro-
ductive job of his own as soon as possible, it has been demonstrated
that it is useless to attempt job development until .the client is
ready for it.

RMDP has established to the satisfaction of all staff
personnel that there is an optimum point in the program when Job
Development must be attempted -- not too soon and not too late -~
and it is essential to place the enrollee in a job at or near
that optimum level af readiness and willingness to leave the pro-
graﬁ for a competitive situation,

_The optimum time in the Work Experience Program varies,
of course, between one individual and another, but on the average
this "peak" of willingness and readiness to go to work is attained
about the 15th or 1l6th week,

Pinpointing the optimum time when the enrollee is ready
fqa’placement, planning i3 a significant challenge to the staff,

14

Periodic vocational plan conferences are held at which time staff .
assesses the individual's readiness_for work, basic information
is reviewed including sigmnificant background data, basic abilities,

attitudes, test results, -types of work he has performed, his

haR 8 b P D Sl
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attendance record, his educational progress and the enrxollee'’s

goals. If he is found ready for employment, this is discussed
fully with the enrollee on the basis of his decision., The Job
Developex proceeds to implement the plan of action.

If, on thc othex hand, barriers to employability rémain,
these are identified and specific suggestiions are made to over-
come them, At this time a decision is made as to when the next
vocational plan confevence will review the enroliece's pfogress.

After placement, a follow-up procedure is carried out
for all enrollees to make certain that they remain on the job and
progress satisfactorily. This requires visits to, and interviews
with, both employer and employee. Both in-person and telephone
calls are made. The follow-up is the joint responsibility of
the Job Developer and the Field Counselor., It is not terminated
until both are satisfied that successful employment has resulted,

A minimum of six months! follow-up is required for each
enrollee placed in a job, At first, a follbw-up of at least two
months was required, but experience indicated that this period
was insufficient and the minimﬁm follow;up period was éxtended
to six months. It may last even beyond that point if a need is

-~

indicated,



=

NEW JERSEY OFFICE OF ECONOMIC OPPORTUNITY

RURAL MANPOWER DEVELOPMENT FROGRAM

= | PLACEMENT STALUS REFORT
Date of Les®t Review Date__ R
Site: . i

(Enrolleels Namz )

Counselorts Name

1, What corrective action is necessary before the enrollee will be

ready for placement?

L

[

for placement?

2, What steps have been, or are being taken, to prepare the enrollee

3, What is Counselor's estimate of the time pequired to complete this

action? .

Signature of ASsSte To Heglonal Mgre

OEO~RMDPerdD -5 -4
(Revised 12/22/66)




J" RREQUEST FOR PLACHMENT
TO:__ __ DATE: . o o
(Job Developer)
FROM: -
(Assbe to Hege Nanager)
SUBJECT ¢ _ -

(Enrolice's Name)

1, At the conference held on the above date, it was agreed that the
above naned enrollez is ready for placement as follows: |

J

2, It was further determined that efforts to plage the enrollee would

be completed by K
(date)

3. Please be ready to report to the vocational conference the resulb
of your efforts in conformity withd the above agreement at that

time.

sty

~ (Asste to Reg. Manager)

ek
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MEDICAL-VOCATIONAL REHABILITATION

RMDP and the N.J. State Rehabilitation Commission have
e}fected a ﬁnique joint medical services program which makes a
wide range of vocation;1 Yehabilitation services available to
enrollees. In the rural areas of the state we have found a sur-
prising number of individuals who had never visited a doctor oxr
dentist in their memory. Many enrollees were found to be multiply
impaired with the need for long periods of medical and 'dental
treatment for correction.

A New Jersey Rehabilitation Commission Supervisor has
been assigned to the prégram full time since July 1966. Each of
the three RMDP Regions has a full time Rehabilitation Counselox
assigned who works closely with the Regional Office personnel
and the local and district State Rehabilitation offices.

The following agreements have been made concerning
the structuring and coordination of the program:

1. Comprehensive medical examinations are given to
all enrollees by qualified physicians. These examinations are
followed by any indicated specialty examinations to deternine

the need for remedial services.

L)

The general examinations are scheduled by the

Rehabilitation Counselor and are carried out either at ccoperating
14 B

general hospitals in the area or in a specially equipped room

-
=

right in the Evaluation Center.

Ny
-

2. The Rehabilitation Counselor schedules dental ex-

aminations for each enrollee, using local cooperating dentists,

e




which are done either at the Centex oX when x-ray examination is

-

necessary, at the dentist's office.. o

[T

All dental treatment is done either in hospitals

-~

~

which are propexrly equippeh or at the dentist's office.
3. Psychological and psychiatric examinations are
arranged for, as mecessary, by the State Rehabilitation Cormmission.
| 4. In all cases, the Regional Rehabilitation Counselox
makes arrangements fox any mnecessary services. Correction of dis-
abilities that constitute a remediable employment handicap is

financed directly through the State Rehabilitation Commission.

,5

Q
N

~
-

Correcfion or trxeatment of disabilities not severe enough (qualifying)

to constitute an employment handicaplare financed by RMDP through

the State‘Rehabilitation Commission on a debit-credit basis. Emer-

gency situationé“involving non-handicapping conditions are also
‘financed by RMDP.

The Rehabilitation Counselor automatically receives the
names and addresses of all enrollees who entex the program in his
region as they are being introduced into the evaluation process.
Arrangements are made for diagncstic medical and dental examina-
tions to be held in the fixst week of the evaluation process SO
that results are available before the end of the three-week
evaluation period.

‘Two classes of clients are processed through ‘the Bvalua-

-~

tion Centers: those persons who will remain in the program for

3
=

work experience, multi-skill training ox job placement, and those

persons who are referrxed to us for evaluation services only. The




e

latter group, as they complete evaluation, are referred back
with findings to the referral agencies. ‘

YRy

An evaluation profile is written on both classes of

-

L2

clients and the Regional Rehabilitation Counselor incorpoxrates

in the profile all medical and dental information available, as

well as a prognosis on the client related to employability and
: empio&ment.

Tt is the duty of the Rehabilitation Counselor to work
closely with RMDP and other agency personnel on all persons
evaluated in providing medical, dental, and other needed health
evaluation serxvices. Fd% regular program enrollees, specialty
examinations are scheduled and remedial treatment and services
are usualiy completed within the term of enrollment.

The clients who are evaluated for other agencies (other

) poverty programs usually) are serviced by those agencies through
the local State Rehabilitation offices. The Regional Rehabilita-~
tion Counselor encourages the referral agency to follow through
on remedial services for these evaluees at the local level.

For Program evaluees and enrollees, the Rehabilitation
Counselor maintains a direct follow-up contact for a minimum
period of 30 days. This is to insuxe that each individual, as
a xesult of the rehabilitative services provided, has been able
to begin or to attain a satisfactory vocational adjustﬁent. When,
in the opinion of the Counselor, sgah an adjustment has been made,

'3

he will clo;e“thét case as rehabilitated.




In some instanées the Rehabilitation Counselor may re-
quire longer than 30 days tc reach a determination of satisfactory
vocational adjustment, These cases are followed and worked with

as long as a valid neéd exists. There is no prescribed pexiod

of time during which a client may receive services.

> e
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PROGRAM EVALUATION

As a demonstration program, a principal concern of
RMDP is to ﬁeasure its own successes and failures; to devise
and report on new appfbaches to meeting the manpower needs of
the rural poor; to examine the impact of such a program on rural
employment, Whatever is learned here may have great value for
future programs in 21l parts of the country. Because of these
factors, RMDP's program evaluation activities are of prime im-

portance,

It is basic to say that the impact of a program of this

type can only be measured ir. terms of its impact upon people,
The enxollee, therefore, is the main fdcus of the Evaluation De-
sign. The pertinent measurements demanded of program evaluation
are whether the enrollee does, in fact, obtain employment and
whether his attitudes and skills do change.

Even after the pertinent measurements on enrollees are
obtained,; program evaluation requires a standard against which
comparisons may be made., But there is no national standaré for
programs of this kind; to date all evaluations have been made
with different units,; with varying methods, and often without

predetermined criteria.

Measurement Criteria Developed -- RMDP has establishe-]

.
L
crxiteria, and is still developing others, which will measure the

progress of enrollees objectively and determine the effect of

the Program“on&them.



-

The firsti measurement is the Cumulative Rating Criteria
completed during the three-week evaluation process. Following
§ﬁrough dishussion with other staff members and taking into cone-
sideration all relevant psychological, educational, vocational
information, the Evaluation Center Counselor recoxds the staff's
estimate of the enrolleetfs level of skills, attitudes, and be-
havior. This provides complete document.tion on the enrxollee's
abilities and attitudes before entering the remedial ox training
aspects of the program

In ordex to measure the effect of the services on the

f@) enrollee, another evaluation must be made to determine changes
that have occurred in the enrollee's attitudes and pergérmance
after receiving the services of the Program.

A Field Rating Criteria repoxting form has been con-
structed for this second evaluation. It is completed by the
Counselor at a point when staff feels the enrollee is ready for
placementg

Since some enrollees drop out of the Program before

x

- they are ready for placement, the second evaluation is submitted ‘

at the point in which the Counselor feels it necessary to terminate

the case,

.. In the majority of cases where an enrollee voluntarily

iy
leaves the Program ~- and, therefore, does not sumcessfuily carxy .
out the recommendations made conceﬁgﬁng him by the Evaluation

Center -~ one of two reasons can be assumed:




£y
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(1) The Evalﬁétion Center did not accurately
evaluate that client and, therefore, made -
an inappropriate recommendation, of
(2) There were elements in the Work Experience
Program that did not meet his needs,
A comparison of the evaluations made by the Evaluation
antér staff (the Cumulative Rating Criteria) with those made by
‘tﬁe Counselor (Field Rating Criteria) might point up those areas
where the Center's evaluation missed the mark. For.example, if
the Counselort!s rating on a number of factors was substantially
e - . lower than the Center!s, this might indicate that the Center's
rating was unrealistic.
° It also might indicate, however, that, instead of
- modifying the enrolleets attitudes, skills, and behavior in a
positive manner, the Work Experience Program was actually proving
to be detrimental,
Specific areas with which an enrollee leaving the Pro-

- » -

gram is dissatisfied are investigated during the "exit interview",

in which the Counselor probes all aspects of the Program to which

the enroliee was exposed and questions the enrollee as to his

reasons for leaving,

. A third evaluation is made after an enrollee is placed

," ) e v
in employment, ‘The Job Developer asks the employer to rate the -
employee on the_same factors (attitude, work habits, behavior,
- and personal aﬁpéarance) that were measured separately by the

Center staff and the Counselor,




C e

‘,'Sinée.the7ultimafe objective of the Program is to make

the enrollee aCCeptable in employment, the opinioné and ratings
of the émployer are highly relevant. His measure of the individ-
-ual‘prdvides a compari;oﬁ betweén RMDP staff ratingé with those

of An‘"outside" party who is likely to be concerned only with

'lthe-résults of the Program, not its methods.

In order to facilitate the reply of the employer to
the performance of the enrollee he has hired, a 12-point check-
list designated the Employer Questionnaire has been devised by

RMDP, It provides an opportunity for the employer to "grade™

the employee by choosing one of a scale of five ratings on each'

of 12 pertinent factors. ‘The rating scale ranges from "poor!

or "unacceptable" at the bottom to "excellent" or "exceptional™

“at the top. o

- MDTA Skill-Training Referrals -- As a result of the

Evaluation Center®s recommendation on the basis of the first

evaluation in the third week at the Center, some enrollees  arée

- assigned to MDTA skill-training courses without entefing the *

. Work Experience Program.

An Bvaluation Guide Sheet has been devised to provide

- .

the second evaluation for this type of .enrollee, since a Coun-

selor has no opportunity to complete a Field Rating Criteria on
g ‘ ' ‘
him, -

-
e

When the. enrollee completes the MDTA course (or sooner,
iff h¢ termihates’ before completion of the course), the instructor

is asked to complete the Evaluation Guide'sheet.

-
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The MDTA traigée.thén-xeturns to RMDP for placement
services and, after a Job Developer finds him a job, the proce-
dure for obfaining the . third evaluatioﬁ (Employer Questionnaire)
is the same as for an*énrollee placed in employment‘upon completing
the Werk Experience Programe

'Still other enrollees are placed directly in employment
o;fiﬂ an on-the-job training employment situation directly from
the Evaluation Center after completion of the first evaluation
(Cumulative Rating Criteria)., Since such enrollees do not enter
‘the Work Experience Program, where the second evaluation (Field
Ratiﬁg Critexria) is perfbrmed, theirx sécond evaluation would be
the Employer Qgestiohnaire'completed on the Job DeveioPer‘s final
follow-up visite

This, -then, is the basic approach to RMDP program
evaluation,

Secondarily, internal statistical evaluation of client
fiow and staff performance is an ongoing function,

In the coming months, RMDP will also be issuing reports
on cost factors in transportation; impact of various educational
materials on the dropout population; usefulness of psychometrics
in vocational evaiuation; effectivenéss of follow-up counseling
sg;vice#, and others,

1
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SELECTED SOCIAL AND ECONOMIC CHARACTERISTICS

-

TOTAL

BIOGRAFPHICAL

EDUCATION

- AGE

16 - 17
18 ~ 19 .
20 - 21
22 - 30
31 - 40
41 -~ 50
5] 60
61 & Over

SEX
Male
Female

RACE

" White

Negxo
Puerto Rican

MARITAL STATUS
Single
Married

INCOME* )
Under $3,000
$3,000 - $4,000
Over $4,000

FAMILY SIZE
Under 4

4 - 6

7 - 9

Ovexr 10

MILITARY STATUS

Not Applicable
1 - A
Other

Special Class
Left Prior to 8th Grade
Left Pricox to 12th Grade
Graduated

*Information on income must

family size,

-

OF ACCEPTED CASES

April 1965 to December 1967 .

YOUTH NEL.SON TOTAL
Number % Number - % Number %
1
~ . l
1834  100% 834  100% | 2368  100%
1096 60 - - 1096 47
554 30 - - 554 23
184 10 - - 184 8
- - 257 48 257 11
- - 80 15 80 3
- - 123 23 - 123 5
- - 53 . 10 53 . 2
" 11673 90 443 83 2116 89
161 10 .91, 17 252 11
1079 59 241 46 1320 56
684 37 195 36 879 37
71 4 08 18 169 7
1779 ° 97 283 53 2062 87
55 3 251 47 306 13
906 ' 55 519 97 1515 64
463 25 10 2 473 20
375 20 5 1 380 16
565 31 358 67 923 39
718 39 139 26 857 36
399 22 26 5 425 18
152 8 11, 2 163 7
1233 68 242 45 1475 63
194 10 27 5 221 9
407 22 265 50 672 28
40 2 0 0 l 40 2
292 16 226 42 | 518 22
1392 76 267 50 1659 70
110 6 41 8 151, 6

be interpreted in light of the average




SELECTED SOCIAL AND ECONOMIC CHARACTERISTICS -
OF ACCEPTED CASES (Contt!d.)

TOTAL

WORK HISTORY

No Work Histoxy
Seasonal '

Part Time

"Regular - 1 mo, or less
Regular -~ 1 mo., or more

ARREST RECORD

No Arrest Record
Previous Record of Arrest
Currently on Probation
Currently on Parole

—

- YOUTH NELSON TOTAL

‘INumber % Number % Numbex - %
1834 100% 534 100% 2368 100%

550 31 66 12 616 26

261 14 49 ° 310 13

248 13 o8 18 346 15

250 13 32 6 282 12

525 29 289 55 814 34

1307 72 464 87 1771 75

194 10 37 7 231 10

i 202 11 6 1 208 9

131 7 27 5 158 6




- RMDP
Monthly Statistical Repoxt
" Decembexr 31, 1967
Regional Summary )
(Field and Evaluation Centers)

e
~
N

No. Cen. So. Cumulative
Region Kegion Region Total _To Date

L]

1. ACTIVE CASES PREVIOUS MONTH 197 217 164 578

IT. INTAKE a4 28 42 114

B
W

iII. TERMINATIONS

92 .

Positively Placed
Satisfactory Employment
Armed Forxces

@ Job Coxps
School ’
Institutionalized
Referred to Other Agency

Other Reasons for Closure
Behavior or Disciplinary
Incaxcerated
Left State ° .-

_Loss of Interest
Whereabouts Unknown
Not Employable
Otherx

Evaluation Sexvices Only
Completed Eval. Process
Did Not Complete Eval.

Pxrocess
- Worked Undex 5 Days
Accepted--Never Enrolled

t = DWW DM DN

i1 oI M

(o))

" ACTIVE CASES THIS MONTH

-

Awaiting Services

On Site

In Evaluation Process
In Employment
Awaiting Placement
MDTA Training

School -
Rehab. Services .
Interrupted Status
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